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Abstract
This study aims to determine the effect of leadership style and work discipline
on employee performance. The subject of this research is employees of PT.
Telecommunication Indonesia, Tbk DKI Jakarta. This research was conducted on
145 respondents by using quantitative descriptive approach. Therefore, the data
analysis used is statistical analysis in the form of multiple linear regression tests.
Data were collected directly from the respondents by using research instrument SPSS
Version 23. The results of this study show that the employee has a significant effect
on Employee Performance of PT. Telecommunication Indonesia, Tbk DKI Jakarta.
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1. Introduction

Human resources is one important factor in the company. According Syamsuddinnor
(2014), human resources is one of the main capital in an organization, which can
provide an invaluable contribution in the strategy of achieving organizational goals.
One example of the importance of the contribution of human resources in a company
can be seen from the production process. Where when the company already has a
strong financial, raw materials are met, and the latest technology but the lack of good
human resources, then the production process will not run smoothly.

This shows themore obvious that the position of human resources in the company is
an important asset that must be managed properly and properly. As Ruyatnasih (2013)
discloses, human resources are one of the company’s assets and one of the important
factors for realizing the company’s goals. Like other company assets, human resources
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also have a dominant role in companies that can realize the goals of the company, then
it is proper that human resources are maintained like other company’s assets.

Good human resources management and correct is a management that can improve
employee performance so that it can realize the company’s goals. According to Eman
(2012), human resources management is a science or how to manage the relationship
and role of resources owned by individuals efficiently and effectively and can be used
maximally so as to achieve the goals of the company or organization, employees, and
society to the maximum.

PT. Telecommunication Indonesia, Tbk is a BUMN engaged in telecommunication
services and network services in the territory of Indonesia and therefore subject to
the laws and regulations applicable in this Country. With its status as a state-owned
company whose shares are traded on the stock exchange, TELKOM’s majority share-
holder is the Government of the Republic of Indonesia while the rest is controlled by
the public.

Human resources TELKOM is a very important asset for the company. Therefore,
TELKOM changed its perspective on human resources as Human Capital. TELKOM’s
human resource development strategy emphasizes the harmonization of human
resource competency in line with TELKOM Group’s business portfolio which focuses
more on Telecommunication, information, multimedia, and edutainment.

Table 1 is the result of a pre-survey on 10 employees who are at PT. Telecommuni-
cation, Tbk Jakarta.

T˔˕˟˘ 1: Pre-survey questionnaire.

No. Question Yes No

1 I always feel satisfied working here 100% 0%

2 My Boss gives me spirit to staffs to have better performance 10% 90%

3 I always feel enthusiastic to do job 20 80

4 I feel insurance, salary, etc., are sufficient 100 0

5 I feel that I have ability to do job 30 70

Source: The results of pre-survey on 10 employees in PT. Telecommunication, Tbk Jakarta.

From Table 1, it can be seen a phenomenon that occurs in PT. Telecommunication
Indonesia, Tbk is a leadership style that is not appropriately applied to employees,
which is related to control and supervision of the leadership so that no one directs
employees at work. So employees tend to come late to work and do not enter for
reasons that are less clear.
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The data in PT. Telecommunication Indonesia, Tbk is the employees tend to be late
and high absence every month. This is obtained from the standard of absenteeism and
absence of employees is 4% on each month.

Employee discipline in PT. Telecommunication Indonesia, Tbk is also a cause of non-
optimal performance that is marked by the settlement of client complaints against
telecommunications services that are not timely in the settlement, because employees
who are in the field cannot be closelymonitored, employeeswho are not in accordance
with the break time that has been determined company, resulting in ineffective and
efficient employee performance from data the total number of all employees in DGS
(Government Service Division) PT. Telecommunication Indonesia, Tbk is 228 employees
with employee performance below the standard of each segment/unit.

Based on the comparison of the aforementioned studies about the style of leader-
ship, work discipline on employee performance is very interesting to conduct research
with the title ‘The Influence of Leadership Style and Work Discipline on Employee
Performance at PT. Telecommunication Indonesia, Tbk Jakarta’.

1.1. Formulation of the problem

Based on the aforementioned description, then the problem of problems that exist in
the research can be formulated as follows:

1. Does the style of leadership affect the performance of employees of PT. Telecom-
munication Indonesia, Tbk?

2. Does work discipline affect the performance of employees of PT. Telecommuni-
cation Indonesia, Tbk?

1.2. Research purposes

The purpose of the study include:

1. To know and analyze the influence of leadership style on employee performance
of PT. Telecommunication Indonesia, Tbk

2. To know and analyze the influence of discipline on employee performance of PT.
Telecommunication Indonesia, Tbk
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2. Literature Review

According to Rivai (2010), Human Resource Management is one of the areas of general
management covering aspects of planning, organizing, implementing, and controlling.
Leadership Style According Sutrisno (2011) The style of leadership is a process of one’s
activities to move others by leading, guiding, influencing others, to do something
to achieve the expected results. Work Discipline According to Singodimedjo (2013),
states that discipline is the attitude of dosage and willingness of a person to obey and
obey the norms of regulations that apply around Employee performance According to
Rivai (2013), performance is a real behavior that is displayed every person as a work
performance generated by employees in accordance with its role in the company.

Logical framework

  

   H₁ 

       

  H₂   

 Leadership(x1) 

 Discipline (x2) 

Employee performance 

(Y) 

Information:

X1: Leadership Style

X2: Work Discipline

Y: Employee Performance

Hypothesis

H1: Leadership style positively affects the performance of employees of PT. Telecom-
munication Indonesia, Tbk.

H2: Work discipline has a positive effect on the performance of employees of PT.
Telecommunication Indonesia, Tbk.
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3. Research Methods

The research design used in this research is qualitative research. In this study, the
population is the employee of PT. Telecommunication Indonesia Tbk number of 228
people. To obtain a sample of 145 employees from that population, this technique is
used, using the Slovin formula method.

𝑛 = 𝑁/(1 + 𝑁𝑒2)

Information

n = number of samples

N = total population

e = error tolerance

In this study will conduct research on the population of 228 employees, using 95%
accuracy and 5% error tolerance.

Answer:

95% accuracy, 5% error tolerance

n = N/(1 + Ne2)

n = 228/(1 + 228. (0,05) 2)

n = 145.22

n = 145 sample objects

• So it can be concluded that the samples taken for this study using the Slovin’s
formula amounted to 145 employees of 228 population.

4. Results and Discussion

4.1. Instrument test results

4.1.1. Validity test results

Test validity is the determination or accuracy of an instrument in measuring what you
want measured. Because the number of respondents used for the validity test is 145
employee,

Based on the t-test all the questions for the independent variables of leadership
style is valid. This is shown because r count must be > from r table. R table used is
0.1371 (see table r with DF 143, 5% significance, one tailed).
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4.1.2. Validity test results against the items of variables discipline
work statement

Next to see the validity of all the questions that represent the independent variables
of Work Discipline

Based on the test that all the questions for the independent variable of work dis-
cipline are valid. This is shown because r count (see corrected item-total correlation

column) > r table. R table used is 0.1371 (see table r with df 143, 5% significance, one

tailed).

4.1.3. Validity test results against the statement items employee
performance variables

Next test the validity of Employee Performance variables performed on 145 respon-
dents with the number of indicators as many as 17 questions.

Based on the test that all the questions for the independent variable of work dis-
cipline are valid. This is shown because r count (see corrected item-total correlation

column) > r table. r table used is 0.1371 (see table r with df 143, 5% significance, one

tailed).

4.2. Test reliability

The reliability test is a measure of the internal consistency of the indicators of a con-
struct showing the degree to which each indicator indicates a common latent con-
struct/factor. In other words, the tool has consistent results when used many times at
different times in this study, the requirement of a reliable or reliable questionnaire is
if the value of Cronbach’s alpha > 0.06. The results of the reliability test of leadership
style variables, work discipline, and employee performance using the SPSS 23 program.

4.2.1. Reliability test results variable leadership style

Based on the output results can be seen the reliability value of the independent vari-
ables leadership style obtained the result that the coefficient of leadership style vari-
able reliability in this study showed the value of Cronbach’s alpha 0.755 so it can be
said that the leadership style variable declared reliable because > 0.60.
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4.2.2. Reliability test results variable work discipline

Based on test, the results obtained that the coefficient of variable reliability of work
discipline in this study showed the value of Cronbach’s alpha 0.782 so it can be said
that leadership style variables declared reliable because > 0.60.

4.2.3. Reliability test results employee performance variables

Reliability test results using SPSS version 23 program assistance obtained results that
the coefficient of reliability variable employee performance in this study showed the
value of Cronbach’s alpha 0.827 so it can be said that leadership style variables declared
reliable because > 0.60.

4.3. Classic assumption test

4.3.1. Normality test results

Normality test has a purpose to test whether in regression model, annoying or residual
variable has normal distribution. As it is known that the T and F tests assume that the
residual values follow the normal distribution. To detect the residual normality can
also be done by Kolmogorov-Smirnov test. The results of normality residual test in
this study was found that the residual normality test results with Kolmogorov–Smirnov
probability significance of 1.382 generated by the overall result is greater than α = 0.05.
So, it can be concluded that the data is normally distributed and the regression model
has met the assumption of normality.

4.3.2. Multicollinearity test results

Multicollinearity test is a test shown to test whether the regression model found the
existence of collation between independent variables (independent variables). Good
regression test model should not occur multicollinearities. The results of multicollinear-
ity test data processing using SPSS 23 showed that both independent variables showed
tolerance values for leadership style variables 0.999 and work discipline variables
0.999 > 0.10, and VIF values for leadership style variables 1.001 and work discipline
variable of 1.001 < 10. This means that there are no symptoms of multicollinearity in
the results of the study, in other words the regression test model is good and feasible
to be used or tested.

DOI 10.18502/kss.v3i10.3392 Page 425



ICOI-2018

4.4. Multiple Linear Regression Analysis

Multiple Linear Regression Analysis is intended to find out how much influence the
leadership style and work discipline on the performance of employees of PT. Telecom-
munication Indonesia, Tbk. Before the multiple linear regression test, then first will
be presented result of processed regression data with SPSS 23. The result of multiple
linear regression by using SPSS 23, for independent variable (leadership style andwork
discipline) to dependent variable (employee performance), the regression equation
that happened is as follows:

The aforementioned regression equation can be explained as follows:

1. If variable X1 increases one unit assuming variable X2 is fixed then Y (dependent
variable) will increase by 0.183. Conversely, if variable X1 has decreased one unit
with assumption variable X2 is fixed then Y will decrease equal to 0,183.

2. While in variable X2, if one unit increaseswith assumption X1 variable is fixed then
Y (dependent variable) will increase equal to 0,663. Conversely, if variable X2 has
decreased one unit with assumption X1 variable is fixed then Ywill decrease equal
to 0,663.

4.5. Hypothesis test results

4.5.1. Coefficient determination test results (R2)

The coefficient of determination is used to find out how big the independent variables
have an influence on the dependent variable. Determination coefficient value used
adjusted R square. The test is known coefficient of determination (adjusted R2) of
0.474 which means that variation Y can be explained by the variation of the three
independent variables X1, X2 of 47.4%, while the rest is explained by other factors
outside the model of this study.

4.5.2. Simultaneous significance test result (Test F)

A significant test of simultaneous or F-test is used to determine whether the results of
the regression analysis are significant or not. Significant used is 0.05. If the probability
or significance is greater than 0.05, then Ho is accepted or Ha is rejected and if the
probability or significance is less than 0.05, then Ho is rejected and Ha is accepted.
Based on the test results ofmodel significance the value of F𝑎𝑟𝑖𝑡ℎ𝑚𝑒𝑡𝑖𝑐 of 65.929 is greater
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than F𝑡𝑎𝑏𝑙𝑒 that is equal to 3.06 and the value of significance below 0.05. Then it can be
concluded that H 1𝑖𝑠 accepted and H 0 is rejected which means that the independent
variable (X1, X2) simultaneously or together affects the dependent variable (Y).

4.5.3. Partial significance test (T-Test)

Partial or individual test is used to determine whether an independent variable has
real or no effect on the dependent variable. Decision-making can be done by looking
at the probability/significance, namely:

1. If the probability/significance > 0.05 then Ho accepted and Ha rejected

2. If the probability/significance < 0.05 then Ho is rejected and Ha accepted

(a) Variable X1. Test the hypothesis of the influence of leadership style on
employee performance. Based on Table 4.16 t-test results for X1 obtained
t𝑎𝑟𝑖𝑡ℎ𝑚𝑒𝑡𝑖𝑐 = 3.029 with a significance level of 0.003. By using the significance
limit of 0.05 and df (n-2), that is, 143 obtained t𝑡𝑎𝑏𝑙𝑒 of 1.65. Based on the
aforementioned data obtained results that t𝑎𝑟𝑖𝑡ℎ𝑚𝑒𝑡𝑖𝑐 larger t𝑡𝑎𝑏𝑙𝑒, which means
H0 rejected and H1 accepted.

(b) Variable X2. Test the hypothesis of the influence of work discipline on
employee performance. Based on Table 4.16 t-test results for X2 obtained
t𝑎𝑟𝑖𝑡ℎ𝑚𝑒𝑡𝑖𝑐 = 10.967 with a significance level of 0.000. By using the significance
limit of 0.05 and df (n-2), that is, 143 obtained t𝑡𝑎𝑏𝑙𝑒 of 1.65. Based on the
aforementioned data obtained results that t𝑎𝑟𝑖𝑡ℎ𝑚𝑒𝑡𝑖𝑐 larger t𝑡𝑎𝑏𝑙𝑒, which means
H0 rejected and H1 accepted.

5. Conclusions

This study tries to analyze the variables related to the influence of leadership style and
work discipline on employee performance at PT. Telecommunication Indonesia, Tbk
DKI Jakarta. From the results of research that has been obtained from the calculation
of data processing using SPSS Version 23, it can be drawn conclusion as follows:

1. There is a significant influence between leadership style and employee perfor-
mance of PT. Telecommunication Indonesia, Tbk. The indicator in the leadership
style that has the highestmean is in the statement ‘Leadermanages subordinates
according to his own desires. Therefore, leaderswho canmotivate employeeswill
be able to shape employee performance for the better.
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2. There is significant influence betweenwork disciplines on employee performance
of PT. Telecommunication Indonesia, Tbk. The indicator on thework discipline that
has the highest mean value is in the ‘Job according to ability’ statement. There-
fore, this indicator can improve employee performance of PT. Telecommunication
Indonesia, Tbk.

3. The employee performance indicator that has the highest mean is in the state-
ment ‘giving priority to customer satisfaction in providing service’. Therefore,
the employees of PT. Telecommunication Indonesia, Tbk which prioritizes good
customer satisfaction in performing.
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